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Executive Summary

In this part of the assessment, a discussion has been made on the flexible working approaches having an impactful relation with diversity and inclusion at Tesco UK. It includes the role of HR in promoting diversity and inclusion in detail. Additionally, some benefits have been mentioned of this approach, taken by most organizations, especially in the Covid scenario. Moreover,  emphasis has been given to the negative aspects of flexible working generating inequality at Tesco and the HR’s role in preventing that through utilizing specific methods and techniques elaborately.  
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[bookmark: _Toc100677135]Introduction 
This particular study will throw light on the approach of flexible working bearing a close relation with diversity and inclusion at Tesco including the role of HR to promote diversity in the organization in detail. Also, several benefits have been pointed out of this approach which is adopted by most organizations, especially in the Covid scenario. In addition to that discussion will be made on the negative aspects of flexible working generating inequality at Tesco and the HR’s role to prevent that by using specific methods and techniques elaborately.  
[bookmark: _Toc100677136]Discussion on Flexible working relating to Diversity and inclusion At Tesco
[bookmark: _Toc100677137]Definition of Flexible Working
In general terms, Flexible working refers to a type of non-conventional working where the primary focus is given to the personal needs of the individual, thereby providing him or her the needed flexibility in working on a particular project or activity beyond traditional working hours generally from nine to five (Soga et al., 2022).
[bookmark: _Toc100677138]Benefits of Flexible Working
There are several advantageous aspects of the flexible working approach which are stated below:


	List of Benefits of Flexible Working

	Serial No
	Benefits
	Discussion

	1.
	Reduction in costs
	It is considered to be one of the major advantages of flexible working mostly in the case of big organizations. Direct costs, as well as real estate costs, get reduced provided the individual completes the wrong activity by staying at home (Cook et al., 2021). 

	2.
	Enhanced productivity
	Latest research has found that working in a home environment becomes a fruitful option for organizations in enhancing productivity considerably. At the same time, it provides the employees to work as per their flexibility which makes an impact on the aspect of productivity (Birkett et al., 2021). 

	3.
	Improved retention rate
	Organizations who have adopted the flexible working approach, nonetheless have been successful in improving the retention rate of the employees, thereby making them more comfortable and more job oriented in nature (Renard et al., 2021). 

	4.
	Developed work culture
	Flexible scheduling of working activities boosts the morale of the employees due to which the workers find happiness in their activities, increasing their involvement to provide more quality services. 

	5.
	Team diversity
	It is considered to be one of the most significant advantages of flexible working where organizations encourage a diverse skill and talent pool to carry out their activities accordingly (De Ruiter and Peters, 2022). 



Table 1: List of Benefits of Flexible Working
(Source: Created by the learner)
[bookmark: _Toc100677139]Brief introduction of Tesco
Tesco Plc is the leading multinational retail organization in the UK that aims to provide the best quality products to its customers throughout the country. Over the years, it has tried to focus on innovating necessary business strategies to be more competitive with its rivals in the market. 
[image: ]

Figure 1: Logo of Tesco Plc
(Source: Monte, 2021)
Also, it has prioritized the changing behaviours of the customers that have assisted the organization to maintain a potential brand value in the country (Monte, 2021). From time to time it has conducted market research and analysis to be more inventive in utilizing its approaches. In this regard, Tesco has also given the focus on workplace diversity in its firm which has provided the strategic direction to expand and extend its operational activities. 
[bookmark: _Toc100677140]Advantageous Aspects of flexible working including diversity and inclusion
Diversity, as well as inclusion, are thought to be two inseparable concepts that play a vital role in the case of leading retail organizations like Tesco to carry out their operational activities smoothly. Diversity refers to the representation of the individuals and inclusion measures the extent of their contribution and their presence in successfully carrying out work or activity.  The arrival of the pandemic Covid 19 has made a significant impact on the operational activities of all business organizations throughout the world (Monte, 2021). In the UK, it has been noticed that a reasonable percentage of employers have shown their willingness in demanding flexibility in their working operations by means of work from home strategy. Below are discussed the aspects of flexible working practices enhancing diversity and inclusion in Tesco:
· Providing Emphasis on Innovation Approach: Flexible schedule in working with diversity helps Tesco to be more innovative in terms of its business strategies and thinking process. At the same time, the organization can get the scope of discovering newer tactics related to business expansion for the purpose of profit generation considerably. 
· Expansion of the Customer base in the market: Over the years, Tesco has been successful in maintaining a strong customer base in the market and the country. It is true that due to Covid 19 pandemic, Tesco had to go through a phase of uncertainty in terms of its revenue generation. However, the adoption of flexible working including diversity has assisted the organization to strengthen its customer base by providing online services (Waples and Brock Baskin, 2021).  
· Building Collaboration among the members: It is the most interesting aspect of Tesco which indeed has made an impact on its profitability. Moreover, diversity allows the organization to get different types of opinions on a particular subject or topic which provides an opportunity to choose the best option out of many from which operational activities can be continued successfully. 
· Improvement in the Operational Activities: Due to flexibility the members of Tesco avail themselves the chance of performing their tasks in a systematic way. Also, the presence of diversity improves the performance of the organization in understanding the market needs and demands considerably. 
· Decreased Turnover rates: The rate of turnover of the employees of Tesco generally tends to be on the lower side for the existence of flexibility mingled with the inclusion of various people. Simultaneously, they show their eagerness to carry out their essential activities for generating an increased profit for the organization (Kotey and Koomson, 2021).   
From the discussion mentioned above, it is evident that flexible working indeed is a productive policy for Tesco where the organization can be able to enhance its productivity by means of using a diversity and inclusion strategy. In this respect, a theoretical analysis of diversity in Tesco would be easier to understand in detail:
Cognitive Diversity 
In general terms, it refers to the act of including various types of individuals who will be having different problem-solving approaches and can make unique perspectives because of their difference in thinking strategies. For demographically diverse scenarios this type of inclusion can bring positive results for the organization. Since Tesco operates in different locations in the country, therefore, this theoretical approach can be productive for the welfare of the company. 
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Figure 2: Elements of Cognitive Diversity
(Source: Qi, et al., 2022)

As there will be diversity in the honing process it will encourage the members to think over an aspect using different angles to understand and realize the potential opportunities and threats before manufacturing a particular product and selling it in the market (Qi, et al., 2022). Also, it would help Tesco in forming necessary decisions as and when required regarding the market expansion strategy spending on the thorough assessment of the criteria of the people living there. 
[bookmark: _Toc100677141]Analysis of the role of Human Resources In the promotion of diversity and inclusion
Human Resource Management plays a vital role in the effective handling of the diverse and inclusion strategy in Tesco. From time to time, the HR department looks to focus on building an effective collaborative approach among the members for promoting diversity and inclusion in the organization. At the same time, it takes steps in creating awareness campaigns regarding workplace bias among the members which often turns out to be a problematic factor in diversity (Dousin et al., 2021). Initiatives like conducting several training programs for the members with building mechanisms related to feedback also help the HR establish a bias-free work environment in the organization. 
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Figure 3: Aspects of Inclusion
(Source: Jooss et al., 2021)
Besides this, changes in the organizational structures are done by the HR to promote diversity in it so that there should not be any confusion or miscommunication among the workers at the time of manufacturing and delivering superior quality products. In order to incorporate inclusion, the HR of Tesco often requires effective planning for the successful implementation of it thereby providing the necessary flexibility and rapidity in the organizational procedures (Jooss et al., 2021). Appraisal mechanisms along with various nomination procedures are looked at which helps in establishing a suitable work culture in Tesco, enhancing the scope of diversity among the members considerably. 
In this way, the HR professionals play their role in the encouragement of diversity and inclusion through flexible working in Tesco. Based on this, the members get the scope of performing their regular activities systematically thereby increasing the amount of profitability for the betterment of the operational success of Tesco (Adila and Soeling, 2021). 
[bookmark: _Toc100677142]Making a case in oppose to flexible working considering inequality at Tesco
Like advantages, there are several opposites of flexible working in the workplace that can cause inequality. For organizations like Tesco, it can prove to be troublesome while manufacturing the products of the customers. The drawbacks are stated below:
· Difficulties in communication Process: The act of completing a particular task using flexible working can cause inconsistency in the communication process. In the case of team activities, generally, this tendency gets enhanced due to which the organization suffers in a considerable manner. Also, it gives birth to the aspect of inequality in the workplace which creates a negative impact on completing the task accordingly. 
· Procrastination: It is also a notable aspect of excessive flexibility in the workplace. The willingness of accomplishing a task in stipulated time gets removed from the employee which impacts other operational procedures miserably (Wheatley, 2021). Also, it affects the behaviour of the employees in being bogged down and not finishing the task accurately. 
· Spoiling the work home balance: For every employee, it is mandatory to maintain a suitable balance between private and personal life. However, flexibility hampers that aspect of the employee, keeping him or her engaged in the organizational activities. As a result, it becomes difficult or stressful for the individual to find a balance between work and personal life. 
· Employee isolation: The workers can feel the absence of camaraderie, energy and enthusiasm in the workplace being isolated. It indirectly acts as a negative aspect for the employee which creates issues for him or her to carry out the operational activities required by the organization. 
· Reduction in Benefits: In some cases, it affects the working procedures of the individuals in an organization. The company does not show much willingness in providing benefits to the employees which results in the creation of inequality in the workplace. For these raisins, it is obvious that the workers will be motivated and will lose the energy to perform the tasks seriously. 
All the above-mentioned aspects generate inequality in the organization. In this regard, Tesco will have to be cautious and proactive in terms of implementing a flexible approach including diversity in its operations. Though it has been prolific in its functional activities for a longer period of time, however, the impact of Covid 19 on the organization can not be undermined by any means. It is because of the pandemic there was observed positivity in conducting operations by staying at home demanding flexibility. It needs to be mentioned in this content that Tesco would have to think over the possible consequences before implementing flexibility in its regular activities. Otherwise, it might turn out to be problematic for the organization considerably. 
[bookmark: _Toc100677143]Evaluation of the Role of Human Resources to prevent inequality
The HR department of Tesco would need to be proactive in discriminating against the practices of inequality that can harm the organization in successfully accomplishing its organizational objectives. At the same time, it would create a communication gap prevailing in the organization which will result in a lack of coordination coming from the members of the organization. Consequently, Tesco would not be able to make its necessary strategies for the sake of making profits as well as maintaining an upper hand in terms of innovation from its rivals in the market in the country. Below are pointed out several aspects which the HR can adopt to address inequality:
· A policy of recruitment: The HR department can make necessary amendments to its recruitment policy if required. Individuals with the talent and skills required for carrying out the job need to be hired. More importantly, transparency or clarity needs to be maintained in the overall recruitment process in the sense that candidates coming from a questionable background irrespective of gender, and colour needs to be looked after. It will help in preventing inequality arising due to flexible working.  
· Eradicating discrimination: Any kind of discrimination should not be there in the organization. Already Tesco has popularity in the country for delivering the best quality products for its customers (Sorribes et al., 2021). Therefore, it is required for the higher officials of the organization to take serious steps of preventing workplace discrimination as it can give harm the company in completing their activities accordingly. 
· Providing a strategic direction or advancement: For any employee career development is very essential in terms of establishing himself or herself successfully. The HR of the organization will have to take respective strategies using which they can give a clear indication of career advancement to the employees which would provide inspiration and motivation to complete the tasks and activities systematically. At the same time, it will help in establishing a smooth communication channel amongst the members of Tesco that would aid in securing considerable profits from its business activities. 
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Figure 4: Aspects of Diversity
(Source: Cowan et al., 2021)

· Making Arrangements for training as well as Development: For members, who do not have the required skill the higher authority can arrange training facilities where they will get the score of preparing themselves according to the needs and demands of the customers present in the market. It will help in removing workplace inequality in Tesco (Cowan et al., 2021). At the same time, attending training programs in the form of seminars or webinars will be important for the workers as from these they can get the necessary knowledge to perform their tasks accurately. 
· Managing cross-cultural aspects: Efficacious handling of cross-cultural aspects by HR would assist Tesco to cultivate a suitable work culture in the organization where there won't be discrimination in terms of inequality. Also, it can empower its female employees within the firm to strategize themselves more professionally. They would get the required inspiration as well as motivation to execute their activities efficiently.  
Effective execution of the above aspects will make the job easier for Tesco to be more productive and cooperative in its business approach. At the same time, it will enhance workplace diversity by incorporating the aspect of flexible working in the organization. It is true that due to the decline in sales activities, it was indeed a problematic situation for Tesco during the Covid period to attract customers for selling its products (Colley et al., 2021). However, the company has emphasized adapting useful business tactics in order to overcome the negative aspects of the pandemic with time which has assisted it in being more functional and operative in nature. 
[bookmark: _Toc100677144]Conclusion 
Based on the above discussion it needs to be concluded that the role of Human Resources will be vital for Tesco to handle a flexible working approach that would assist the members to be more productive. In this respect, contemplating the forthcoming difficulties will also be necessary from the management’s perspective to mitigate those accordingly. The effectual implication of Cognitive diversity discussed earlier can be a useful tactic for Tesco to enhance flexibility by maintaining a diversity and inclusion strategy in it. 
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